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This study was aimed to identify which of the following factors—business condition, leadership 
mindset, non-monetary rewards from family business, monetary rewards from business, professional 
readiness from work experience, professional readiness from formal education, affective commitment, 
normative commitment, and continuance commitment —influence the willingness of potential 
successors to take over family business. It was also purposed to find out whether family relationship 
affects to three bases commitment. Quantitative research approach was employed to investigate the 
research questions. The sample population consisted of 113 potential successors in Thailand, whose 
families own a business. The accumulated information was analyzed through correlation and multiple 
regression to address the research questions and hypotheses. The study found that non-monetary 
rewards from business, affective commitment, leadership mindset, and professional readiness from 
work experience, are strong predictors of willingness of potential successor to take over family 
business. Other factors excluding business condition, were also found to be partially related to the 
motivation to success family business. Additionally, only affective commitment out of three bases 
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commitment was discovered to be influenced by family relationship. The findings of this study 
suggested that the incumbents should emphasize the potential successors’ need especially their career 
interests and align those needs with succession planning in order to motivate their potential successors 
to get involved with family firm. As increased willingness to take over, which significantly influences 
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CHAPTER 1. INTRODUCTION  
Section 1. THE BACKGROUND AND MOTIVATION OF THE RESEARCH 
The family business is considered as the basic business model of the economic system in all 
countries especially in the Asian cultural countries (Montgomery and Sinclair, 2000). Though the term 
family business is often associated with small and medium-sized family-owned enterprises, a number of 
the world’s most influential organizations, such as Walmart, Samsung, and Porsche, are also considered 
as family businesses (Kachaner et al., 2012). Most of businesses in Asia, whether it is a large or small firm, 
are usually originated from family business. 
In Thailand, approximately 80 percent of enterprises are classified as a family business that has 
been dispersed to various industries ranging from small enterprises to national business organizations 
listed in the stock exchange of Thailand. The research showed that there were 215 family business groups 
be influential to Thailand’s economy which combined revenue of them accounted approximately 60% of 
Thailand’s total GDP in 2010. Whereas, 20 largest family business groups’ revenues accounted for 31% 
of the GDP. Family business has become the most powerful and dynamic form of enterprise among 
business groups in Thailand, as well as the vital engine for the economic development and industrialization 
until the present (Yabushita and Suehiro, 2014). A common goal of these business owners is to pass their 
firms to future generations and to keep management control within the family (Rosenblatt et al., 1985). 
Although family businesses represent a great portion in the world economy as well as Thai 
economy, their longevity across generations is relatively vulnerable (Ambrose, 1983). When a family 
business grows through time to major change, the dominant problematic issue shared by family enterprise 
is business succession, which is typically reflected in firms’ survival rated over time. Researches evidence 
that only 30% of family firms survive the transition into the second generation of family ownership, and 
only 15% make the transfer to the third generation (Kets de Vries 1993; Ward 1987). Similarly, in Thailand, 
an investigation of the biggest 100 organizations listed on the Stock Trade of Thailand between 2000-2007 
demonstrated that the number of family organizations diminished from 57 to 38 (Chaimahawong and 
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Sakulsriprasert, 2013). The failure of family enterprises to successfully transfer business to next generation 
poses a great challenge for these businesses and their owners (Cabrera-Suárez, 2005; Cristiano, 2014). 
Accordingly, succession is an emotional issue challenging family business leaders to find the successor 
who inherited their leader position without causing conflict within the family (Landsberg, 1988). 
Many researches have been studied the factors influencing the family business succession (e.g. 
Handler 1994; Morris et al., 1996; Massis et al., 2008). According to Birley (1991) and Handler (1994), 
one of the main reasons for unsuccessful family business transition is the failure to manage the complicated 
and emotional process of business succession from one generation to next. The studies evidenced that 
successor is one of the important determinants to consider when the succession takes place. Kets de Vries 
(1993) noted that the lack of consideration of the successor’s capabilities and motivations to take over 
business are causes for succession failure. Barach and Gantisky (1995) also cited that the successor’s 
ability to lead the business is linked with positive succession outcomes. Additionally, as important as the 
willingness of the founder or incumbent to step down, the willingness to take over of the potential 
successor has been cited by the literature that it was a very crucial factor for the family business succession. 
It has been suggested that the success of ownership transfer from one generation to the next depends both 
on the willingness and preparation of the successor to accept ownership of the family business and on the 
willingness of the incumbent to step aside leadership position and to allow the next generation to take 
active control of the business (Goldberg and Woolridge, 1993; Morris et al. 1996; Venter, 2005; Cabrera- 
Suárez, 2005; Cristiano, 2014). 
While successor capabilities and willingness to take over have been considered in a great part of 
the literature on succession, there are limited studies researched the factors that influence the willingness 
of potential successors to take over their family businesses. Just little attention in family business scholarly 
researches (Sharma, 2004) focused on the factors that would motivate family members specifically to want 
to become successors during or after the founder’s tenure. Understanding the reasons why the potential 
successors desire to lead their family businesses might help current family business leaders improving 
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their successful succession rate in the future. 
Section 2. THE PURPOSE OF THE RESEARCH 
The purpose of this study is to increase awareness of successor’s perception toward family business 
succession focusing on the motive behind the willingness of the potential successors to take over family 
business. This study consolidates and integrated the existing literature on the various related factors that 
can influence the willingness of the potential successors to take over their family businesses in a 
conceptual model. The model is then empirically tested, using a sample of potential successors in Thai 
family businesses. The present study was aimed at the individual level of analysis, and its purpose was to 
describe which factors have significant impacts on willingness of potential successors to take over the 
family business in Thailand. Besides, the relationship between family relationship and three bases of 
commitment to family business is planned for investigation. 
Section 3. SIGNIFICANCE OF THE STUDY 
While most of family business studies were centered around succession planning and the 
leadership transition, few of these researches concentrated on successor perspective. Most researches 
concentrated on the incumbent’s role in the succession planning and process. Therefore, this present study, 
which explore successor point of view towards willingness on business succession, is vital to family 
business in several ways.  
1. This study may help incumbents and their family members understand what inspire their 
potential successors to take over family business after the incumbents step down. So, family 
business owners could know how to develop their potential successors’ career interests through 
the fundamental attributes, abilities and attitudes antecedent to business transition. 
2. The understandings of potential successors’ viewpoints and personal needs might encourage 
the owner-manager or incumbents to form a good and trust relationship with their successors 
which is significant for succession process. 
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3. This empirical study gives information which future researchers can utilize with their findings 
to establish an appropriate succession planning and process that limit probable challenges that 
could arise. This may improve the successful rates of family business transition and enhance 
involvement of the next generations to their family businesses. 
4. This study poses new viewpoints to family businesses and to the family business studies which 
may encourage family business’s growth and sustainability. 
Section 4. RESEARCH QUESTIONS 
Two primary research questions will be investigated: 
RQ1. What are the factors influencing willingness of potential successors to take over family 
business? 
RQ2. Does family relationship have a positive relationship to commitment to family business? 
Section 5. DEFINITION OF TERMS 
For the purpose of this study, the following terms and phrases were used as defined: 
Family business: A business governed and/or managed with the intention to shape and pursue the 
vision of the business held by a dominant coalition controlled by members of the same family or a small 
number of families in a manner that is potentially sustainable across generations of the family or families 
(Sharma et al., 1997). 
Potential successor: This study considers a potential successor to be any post founder generation’s 
family member who could assume managerial control of a family business when the incumbent steps down 
(Massis et al., 2008). The successor may be part of the nuclear or extended family of the president, and 
may or may not belong to the same generation as the president (Sharma, 1997). 
Leadership: The process of persuasion or example by which an individual (or leadership team) 
induces a group to pursue objectives held by the leader or shared by the leader and his or her followers 
(Gardner, 1990). 
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Business condition: This study defines business condition as the general situation that relate to 
the profitability and prosperity of business. For the purpose of the study, business condition is based on 
business performance, business longevity and business size. 
Family business commitment: This study defines commitment to the business as the successor 
really care and is interest about the fate of family business and desire the perpetuation of the business in 
the family. For the purpose of this study, a successor’s commitment is based on Sharma and Irving (2005) 
ranging from wanting to be part of the business (affective commitment), to feeling obligated to be part of 






CHAPTER 2. LITERATURE REVIEW 
Section 1. THAI’S FAMILY BUSINESS SUCCESSION CHARACTERISTICS 
In Thailand, it has been evidenced that the most of largest family business groups are owned by 
Thai-Chinese, who immigrated from China in the 20th century such as Charoen Pokphand Group 
(Chearavanont family), Central Group (Chirathivat family), Bangkok bank (Sophonpanich family), etc. 
Although these family business groups have changed company status from unlisted company into listed 
company in the Stock Exchange of Thailand, the majority shareholder is still concentrated within family 
members. The information of shareholder proportion in listed companies evidenced that more than 70% 
of total equity in over three quarters of listed enterprises are owned by 10 major shareholders who are 
family members. In this way, those enterprises are still mainly controlled by owner families therefore 
considered as family business enterprises (Wailerdsak, 2006). 
Thai family business groups—with Chinese backgrounds tend to have their first child assuming 
successor position, which was contrary to the traditional business culture in China, where business 
leadership has been handed down to the capable-male family member (Yabushita and Suehiro, 2014). This 
principle helps avoid succession battles, intergenerational rivalry and friction in a large extended family 
(Wailerdsak, 2012). However, Terdpaoponga, K. and Farooque, O.’ study (2013) revealed that most SMEs 
which are family owned business do not feel any urgency for a formal succession plan. Most of founders 
are deficient in preparation for intergenerational succession of business. In this study, experience and 
personal relationship are the main determinants for selecting successors. Whereas, other determinants such 
as commitment to business, respect of employees, creativity are not perceived to be important in the first 
place, yet be considered once business grew. 
Pongcharoenkul’s study (2004) cited that although the succession process in Thai family 
businesses was heavily centered around the incumbents, other family members felt that joining the family 
business was an obligation of every family member. Because of equal ownership share, they believed that 
it would be fair only if everyone contributed to business equally. This makes family members who are not 
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interested to take over family business felt uncomfortable with the situation and were afraid to express 
their opinions causing communication problems among family sometimes.  
It is also noted that, in the successors’ point of view, formal education to professional readiness are 
the important factors for their leadership development. They sometimes believed that graduate studies 
could be credentials that would help them gain respect and acceptance from more experienced staff in the 
business while most of incumbents felt differently. Incumbents felt that education is not such important as 
understanding of organizational culture and firm-specific knowledge. They viewed that this understanding 
play a major role in their business success and affect successors’ professional readiness 
(Pongcharoenkul,2004). In contrast, Yabushita and Suehiro (2014) evidenced that there is a clear trend 
toward the professionalization of second and later generations. There are many cases where incumbents 
constantly invested in professional education on their targeted successors. 
Regarding factors affecting family business succession in Thailand, commitment, leadership and 
entrepreneurship characteristics of successors were indicated as the crucial factors in Komutpong and 
Pasunon’ study (2016). Other personal characteristics of successors such as professional skills, the 
willingness to take over and preparation level also appeared to have significant levels of impact on the 
effectiveness of succession process. Besides, it has been noted that the business condition and the quality 
of the family relationship was also positively related to the willingness of the successor to accept the 
position and then continue the family business (Chaimahawong and Sakulsriprasert, 2013).  
Section 2.  FAMILY BUSINESS SUCCESSION 
Family business succession has been defined as "the passing of the leadership baton from the 
founder-owner to a successor who will either be a family member or a non-family member; that is, a 
professional manager " (Beckhard and Burke, 1983). Family business succession has been studied by 
many researchers in the past few years. Lane (1989) noted that most of the problems of family business 
relate to succession issues. Based on several researches of family business, succession was perceived to 
be both an important and difficult issue to handle as it involved with many parties including family 
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members, non-family members, the founder and the successor etc. Handler (1990) suggested that 
succession represents a mutual role adjustment process between the founder and next-generation family 
members. Yet, it can be viewed as a process (Handler, 1994).  
Churchill and Hatten (1987) have divided business succession process into four phrases: (1) Owner 
management stage, (2) Training and development stage, (3) Partnership stage, and (4) power transfer stage. 
Each phase of the succession process is associated with a particular role of the founder or next generation 
member (Handler, 1994). To evaluate succession process, Kets de Vries (1993) suggested that the “quality” 
of the experience and the “effectiveness” of the succession should be considered. Quality reflects how the 
involved family members personally experience the process. There were several issues to take into 
account: conflict, distrust, rivalry, resentment and stress. Whereas, effectiveness of the succession 
represents how others view the result of the business transition. There are many researchers studied about 
factors affecting an effective business transition (e.g. Morris et al., 1996; Sharma, 1997; Sharma et al.,2003, 
Pyromalis and Vozikis, 2009).  
Morris et al. (1996) has classified factors affecting successful business succession into three 
general categories: (1) Preparation level of heirs, (2) Relationships among family and business members, 
and (3) Planning and control activities. These three groups of variables were found to have a significant 
impact on family business transition. Transitions took place more smoothly in consequent of heir’s better 
preparation, more trust-based and affable family relationship and more engagement in succession-related 
planning.  
Sharma (1997) suggested that there were 4 determinants having impact on satisfaction with the 
succession process: (1) Mutual Acceptance of individual roles, (2) Propensity of successor to take over, 
(3) Propensity of an incumbent to step aside and (4) Succession planning. Based on empirical study, the 
perceptions of incumbents were significantly different from those of successors. While the most important 
determinant of the incumbents’ satisfaction with succession process was ‘propensity of successor to take 
over’, the most important determinant for successor was succession process. The study of Pyromalis and 
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Vozikis (2009) showed the similar result of key determinants associated succession process to those of 
Sharma (1997)’s. In addition to already mentioned factors, positive family relations and communication 
was evidenced to have impact to satisfaction and effectiveness of business succession which confirmed 
that the intra-firm relations can either facilitate or hinder the succession process, depending on the quality 
of family relations (Ward 1987; Kets de Vries 1993) 
Section 3. SUCCESSOR’S CHARACTERISTICS AND BUSINESS SUCCESSION 
While the incumbent is recognized as the one who manages the succession process, the successor 
is also a key component in the smooth completion of the process (Handler,1989). Therefore, successors’ 
characteristics have gain an attention from some researchers. Sharma (1997) has divided these 
characteristics into four parts: (1) Demographic characteristics, (2) Relationship with incumbents (3) 
Relationship with other siblings, and (4) Proficiency and interest in business.  
2.3.1. Demographic characteristics.  
Besides gender, the number of potential successors, birth order, an age when introduced to the 
business were found to influence the succession process (Sharma,1997). Ward (1987) suggested that 
succession plan becomes easier when there is only one heir interested to join family business. Regarding 
birth order, it is recognized from several studies that it does not matter that successor is not the eldest child 
(e.g. Ayres, 1990; Barnes, 1988). Yet, it was a dilemma when a younger son and daughter takes leadership 
position and has to manage different levels of status in both business and family. To tackle this issue, 
Barnes (1988) suggested that younger successors have to prove themselves outside the family business to 
gain trust from stakeholders. A study of Astrachan (1993) cited that introducing potential successors to the 
business at a young age helps developing their interest in the business and increases the possibility that 
they join the family business when they grow up. 
2.3.2. Relationship with owner-manager.  
Lansberg and Astrachan (1994) suggested that relationship among owner-manager and successor 
has an impact of the successor’s training in family firms. The mutual respect and understanding between 
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next generation member and the founder or incumbent effects the quality of succession experienced by 
successors. It was important that owner-manager and successors build a harmonious relationship, in which 
the two generations support and cooperate with each other and are willing to share information. This 
harmonious relationship had a strong impact not only on the succession process but also on the continued 
profitability of the family business (Venter et al., 2005). If there is conflict between owner-manager and 
successor, the successor might decide to leave the business or the incumbent might not be willing to hand 
over the business. Accordingly, Lansberg (1988) proposed that successor should be sensitive to founder’s 
need to encourages the succession process.  
2.3.3. Relationship with other siblings. 
 Understanding among siblings on each other’s role in family business is considerably crucial for 
process of succession. An individual's relationship with siblings and other relatives involved in the 
business can have a strong impact on successor’s quality of experience in the family business (Handler, 
1991). Handler (1989) cited that a positive succession experience likely to happen when siblings can 
accommodate each other rather than conflict regarding family business. Sibling accommodation is defined 
as when siblings working in the business agree on their relative positions of responsibility and power. 
2.3.4. Proficiency and interest of successors in business.  
Handler (1989) found that an alignment between the career interests and successors’ abilities with 
the jobs in the family firm is a key determinant of the succession process and successor satisfaction during 
business transfer. Sharma (1997) cited that the propensity of successors to take over the business is 
significantly influenced by the alignment of their career interests with the business. Proficiency of 
successor was considered to be significant for successful succession. King (2003) found that successor 
potential capability is strongly related to business performance. Capability of successors indicated 
preparation level of the successor which was found to have a positive influence on the continued 
profitability of the family business (Venter et al., 2005). Pyromalis and Vozikis. (2009) proposed that there 
is a positive relationship between successor’s appropriateness and preparation and effectiveness of 
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business succession planning. Therefore, the successor is selected not only by gender but also by his/her 
capabilities and the level of education. Lansberg (1983) stated that the one who assumes leadership 
position is the most competent family member. While, the incumbent’s trust in the successor’s abilities 
was also found to effect successor’s satisfaction on succession process (Sharma, 1997).  
Section 4. FACTORS INFLUENCING WILLINGNESS OF THE POTENTIAL SUCCESSOR TO 
TAKE OVER FAMILY BUSINESS 
2.4.1. Willingness to take over.  
In addition to the willingness of the owner-manager to hand over, the willingness of the successor 
to assume management position in the family business play a critical role in both the satisfaction with the 
succession process and the continued profitability of the business (Sharma, 2004; Sharma, Chrisman, and 
Chua, 1997; Sharma, Chrisman, and Chua, 2003; Venter et al., 2005). Due to successor’s dissatisfaction 
or lack of motivation in family business, succession might not be able to take place (Massis et al., 2008). 
Bowen (1978) stated that successors who feel that they were forced to join the business are likely to present 
displeasure toward family members and others. Moreover, Zahrani et al. (2014) suggested that the 
propensity of a trusted successor to take over was the primary driver of succession- planning. Sharma 
(1997) and Sharma et al. (2003) cited that despite propensity of successors to take over the business 
influenced the satisfaction of the owner-manager, it had no impact on the successor’s satisfaction with the 
succession process. Other empirical results from many researches evidenced that family business 
transition was likely to be successful if the successor was interested in and desired to take over the family 
business (Dumas et al., 1995; Stavrou, 1999; Venter et al., 2005). 
2.4.2. Business condition.  
Firm size was suggested to be significantly related to successors’ intentions to join family business. 
The successor seems to be more willing to take over in larger rather than smaller family firms. This might 
be related to the perception of firm’s sustainability as larger firms are more likely to survive in long term 
than smaller ones. Besides, taking control of operations in larger firm may fulfill successor with career, 
psychosocial, and life stage opportunities (Stavrou, 1999; Handler, 1991; Pyromalis and Vozikis, 2009). 
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Business performance also influence willingness of the potential successor to take over. A change in 
business performance may significantly alter the assessment towards the prospects of the family business 
causing change of intention for succession. The potential successor may seek opportunities outside the 
firm if the financial attractiveness of the family business for him or her is reduced by the decline in business 
performance (Massis et al., 2008). A study of Gomba (2014) evidenced that the size of the business served 
as a motivator for the potential successor to join the business. In other words, the larger the business, the 
greater the interest to join the family business. 
Hypothesis 1: Business condition has a positive impact on the willingness of the potential successor 
to take over the family business.  
2.4.3. Leadership mindset.  
Komutpong and Pasunon (2016) cited that leadership characteristic was significantly related to 
success of family business. The result from empirical study showed that leadership mindset increases 
credibility of successors and cooperation from employees. The leadership aspect of a business is one of 
the key elements in maintaining its survival through the generations. Therefore, Hogan (2012)’s research 
aimed to study about the motivation of the next generation members to lead their family businesses. The 
study suggested that successors who were rated high in affective motivation were found to have high self-
efficacy in leadership. In addition, the findings indicated that a desire for leadership is a strong predictor 
of motivation for next generation members’ leadership of family business. The interpretation of this study 
is that leadership mindset might influence the willingness of the potential successor to take over family 
business. 
Hypothesis 2: Leadership mindset has a positive impact on the willingness of the potential 
successor to take over the family business. 
2.4.4. Rewards from family business.  
Sharma’s empirical study (1997) evidenced that alignment between career interests and 
opportunities within family business is an important factor influencing the decision of a successor to join 
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the family business. On the other hand, the payoffs from the business was found to have no relationship 
towards willingness of the successor to take over the family business. This argued Dumas et al. (1995)’ 
findings that favorable financial opportunities offered by parents affected the motivation of the successors 
to join the family business. The research of Morris et al. (1996) also found that the major reasons of the 
successors for joining family business were “career opportunity” followed by “financial need”. 
Hypothesis 3: Non-monetary rewards from family business have a positive impact on the 
willingness of the potential successor to take over the family business. 
Hypothesis 4: Monetary rewards from family business have a positive impact on the willingness of 
the potential successor to take over the family business. 
2.4.5. Professional readiness.  
Education achievement and work experience both within the family firm and outside the firm 
encourage proficiency level of a successor. Experience outside the business helps the successor to prepare 
for a wide range of problem that could arise in the organization. Whereas, experience within the firm help 
the successor to develop relationships and understand the cultures within the company (Lansberg and 
Astrachan, 1994). On the other hand, education help successor to gain individual knowledges and skillsets 
including problem solving skills. Pongcharoenkul (2004) also suggested that professional readiness 
regarding formal education and work experience help the successor to gain credibility and self-confidence 
to assume leadership position in the family business. If a potential successor does not acquire necessary 
skills for business management, he/she might refuse the leader position or might not be accepted by 
stakeholders (Massis et al., 2008). 
Hypothesis 5: Work experience has a positive impact on the willingness of the potential successor 
to take over the family business. 
Hypothesis 6: Formal education have a positive impact on the willingness of the potential 
successor to take over the family business. 
14 
2.4.6. Commitment to family business.  
Commitment towards family business has been identified as a key desirable attribute in successors 
of family firms (Chrisman et al., 1998; Handler, 1989; Mahto et al., 2014). Chirico et al. (2011) suggested 
that the commitment of family members toward family business motivates them to be involved in it. Some 
researchers also cited that next generation family members tend to pursue their career in family business 
and be cooperative and satisfied with the succession process if they have commitment to family business 
(Handler, 1989; Sharma and Irving, 2005). Pyromalis et al. (2006) also stated that commitment to the 
family business is one of the most important variable influencing successor’s willingness to take over. 
Sharma and Irving (2005) proposed a conceptual framework of commitment that motivate the potential 
successor to get involve in family firm. Commitment was classified into three bases: affective (desired 
based), normative (obligation based) and continuance (cost avoidance based). Researches described these 
three bases of commitment as follows (Meyer and Allen, 1991; Sharma and Irving, 2005; Dawson et al., 
2015): 
Affective Commitment. Successors who have affective commitment towards the family business 
greatly believe in the company’s objectives and show enthusiasm in contributing positively to family 
business. This commitment is based on a strong identification and emotional attachment with the business, 
combined with a desire and ability to contribute. Basically, the successor ‘wants to’ pursue such a career.  
Normative Commitment. Family members with normative commitment feel the obligation to 
pursue a career in the family business. They may not perceive such an obligation negatively because it is 
possible to derive great satisfaction from meeting the expectations of, and maintaining good relationship 
with, important people in their live. Briefly, the successor feels that he/she ‘ought to’ pursue such a career.  
Continuance commitment. This commitment based on individual’s awareness of costs associated 
with leaving an organization. It is also occurred when individual feel uncertainty of the ability to 
successfully pursue a career outside family firm. Family members who believe that the costs of leaving 
the family business regarding financial or social are too high experience continuance commitment. The 
successor feels that he/she ‘needs to’ pursue such a career. 
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Dawson et al. (2015) found that affective and normative commitment have a significant impact on 
intention of the successor to stay in family business. Besides, normative commitment plays as a mediator 
between family expectation and intention to stay. 
Hypothesis 7: Affective commitment to family business has a positive impact on the willingness of 
the potential successor to take over the family business. 
Hypothesis 8: Normative commitment to family business has a positive impact on the willingness 
of the potential successor to take over the family business. 
Hypothesis 9: Continuance commitment to family business has a positive impact on the willingness 
of the potential successor to take over the family business. 
2.4.7. Family relationship.  
Family dynamics have an important influence on family enterprises (Davis,1982). The family 
relationship variables of family cohesion and adaptability were found to be related to family’s commitment 
to business and quality of owner’s and successor’s relationship. The family cohesion reflects the loyalty 
to the family and fosters the desire of younger generation members to pursue their parents dreams about 
the continuation of the business in the family. Family adaptability encourages family members to negotiate 
their individual expectation and develop a shared vision of the family business which enhance commitment 
and enthusiasm for the company. This could increase the family members’ desire for company involvement 
(Lansberg and Astrachan, 1994; Maciel et al., 2015). 
Hypothesis 10: Family relationship is positively related to affective commitment to family business.  
Hypothesis 11: Family relationship is positively related to normative commitment to family 
business.  
Hypothesis 12: Family relationship is positively related to continuance commitment to family 
business.  
Section 5. CONCEPTUAL MODEL   
Several factors influencing the willingness of the potential successor to take over the family 
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business have been suggested in the literature. Those factors can be considered as five primary 
determinants affecting willingness to take over: (1) business condition, (2) reward from family business, 
(3) leadership mindset, (4) professional readiness, and (5) commitment to family business. According to 
these five primary factors, the conceptual model was proposed as shown in Figure 1. Reward from family 
business is divided into non-monetary reward and monetary reward. Professional readiness can be 
developed through work experience and formal education. Commitment to family business was also 
classified to affective commitment, normative commitment and continuance commitment. Those 
commitment is conceivably oriented by family relationship. Therefore, it was hypothesized that there were 
nine factors influencing the willingness of potential successors to take over family business, and three 
bases of commitment is positively related to family relationship. 
Those proposed influencing factors can be split into three groups of influences: nature of business 
influence, individual influences, and relational influences. The willingness to take over caused particularly 
by family business condition is explained by the nature of business influence. The willingness to take over 
influenced by individual needs or individual characteristics of potential successor is explained by the 
individual influences. The willingness to take over inducing by third parties or family relationships is 
explained by the relational influences. Hypotheses of this study were developed from this conceptual 
model. The following is a summary of the hypotheses of this study: 
RQ1. What are the factors influencing willingness of potential successors to take over family business? 
Hypothesis 1: Business condition has a positive impact on the willingness of the potential 
successor to take over the family business. 
Hypothesis 2: Leadership mindset has a positive impact on the willingness of the potential 
successor to take over the family business. 
Hypothesis 3: Non-monetary rewards from family business have a positive impact on the 
willingness of the potential successor to take over the family business. 
Hypothesis 4: Monetary rewards from family business have a positive impact on the willingness 
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of the potential successor to take over the family business. 
Hypothesis 5: Work experience has a positive impact on the willingness of the potential successor 
to take over the family business. 
Hypothesis 6: Formal education have a positive impact on the willingness of the potential 
successor to take over the family business. 
Hypothesis 7: Affective commitment to family business has a positive impact on the willingness 
of the potential successor to take over the family business. 
Hypothesis 8: Normative commitment to family business has a positive impact on the willingness 
of the potential successor to take over the family business. 
Hypothesis 9: Continuance commitment to family business has a positive impact on the 
willingness of the potential successor to take over the family business. 
RQ2. Does family relationship have a positive relationship to commitment to family business? 
Hypothesis 10: Family relationship is positively related to affective commitment to family 
business.  
Hypothesis 11: Family relationship is positively related to normative commitment to family 
business.  
Hypothesis 12: Family relationship is positively related to continuance commitment to family 
business.  
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CHAPTER 3. RESEARCH METHODOLOGY 
The objective of this chapter is to include information regarding the methodology of the research, 
the sources of data collection, the questionnaire designed for data collection, and the instrumentation for 
data analysis. The purpose of this study was to determine which of the following variables—business 
condition, leadership mindset, non-monetary rewards from family business, monetary rewards from 
business, professional readiness from work experience, professional readiness from formal education, 
affective commitment, normative commitment, and continuance commitment —influence the willingness 
of potential successors to take over their family businesses. It was also the purpose of this study to describe 
if family relationship influence three bases of commitment: affective commitment, normative commitment, 
and continuance commitment. 
Section 1. RESEARCH DESIGN 
Quantitative research method was used to investigate the factors that influence willingness to take 
over of potential successors in Thai family businesses and the influence of family relationship towards 
commitment toward family business. The use of quantitative methods allowed the researcher to emphasize 
hypotheses testing, facilitate the generalizability of results to other domains, and describe the relationships 
between variables (Woodside, 2010). The initial design of the research was intended to begin with 
descriptive statistics analysis to describe potential successors and business characteristics. Consequently, 
univariate analysis was utilized to evaluate a difference perspective between gender. Correlation analysis 
was then used to assess the relationship between each variable, following by a multiple regression analysis 
to determine any significance in the relationship between dependent variables and independent variables. 
These statistical analyses provided the target information needed to address the research questions and 
hypotheses. 
Section 2. POPULATION AND SAMPLE 
Although, it has often been stated that a large number are family businesses, there are no national 
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statistics available on these businesses. Therefore, the family business population in Thailand was 
approximately determined. In 2016, Department of Business Development(DBD) reported that there were 
644,769 enterprises operating in Thailand while Thailand future foundation noted that more than 80% of 
those enterprises are classified as a family owned enterprise. Therefore, the size of family business 
population in Thailand is estimated to be 515,815 family businesses. 
Also, the database of potential successors of family business was limited. It is extremely difficult 
to reach those potential successors whose families own businesses. Therefore, the snowball sampling, 
which is a convenience sampling approach, was used to identify participants who willing to participate the 
survey. Participants were electronically directed to the Google Forms website to complete the survey. The 
participants in this study were limited to Thai potential successors whose families own a family business. 
Therefore, the first two questions of the survey were designed to qualify respondents who meet the criteria. 
However, it was not required that those potential successors should currently work for their family 
businesses. There were also no criteria on the company size, the type of industry or the number of 
successors within each family business who meet the definition of a potential successor. There were 165 
respondents participating in the survey. 
Section 3. INSTRUMENTATION 
The study was designed to find out whether business condition, leadership mindset, non- monetary 
rewards from family business, monetary rewards from business, professional readiness from work 
experience, professional readiness from formal education, affective commitment, normative commitment, 
and continuance commitment influence the willingness of the potential successor to take over the family 
business. In addition, the relationships between family relationship and affective commitment, normative 
commitment, and continuance commitment were investigated. Therefore, all the latent variables included 
in the conceptual model were measured in multi-item instruments and all the items excluding demographic 
questions in the questionnaire were linked to 5-point Likert-scale, where 1 = “strongly disagree” and 5 = 
“strongly agree”. Most of questions were based on previous validated instruments, which have been 
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implemented in other researches including both empirical and theoretical studies. Therefore, the validity 
and reliability of some instruments were ensured. The final version of the questionnaire was made up of 
41 items organized into various scales (Appendix A: survey instrument). Each scale is described in the 
following paragraphs. 
3.3.1. Demographics section.  
The survey included several demographic questions, asked to each potential successor. The 
purpose of demographic questions is to identify the respondent’s profile regarding age, gender, formal 
education and work experience. Additionally, questions regarding family business such as the generation 
of current owner, the industries, and etc. were asked to distinguish business characteristic. 
3.3.2. Willingness to take over scale.  
The willingness to take over scale came from Venter et al.’s (2005). In this study, the authors 
developed the scale based on the scales suggested by Sharma (1997) and Goldberg (1991). For the 
willingness to take over scale, Cronbach’s alpha of reliability is 0.914. Four questions, shown in Table 1, 
were proposed for this scale. 
Table 1. Survey questions for willingness to take over 
I have a strong desire to take over the family business. 
I am happy to work in the family business. 
I am willing to put in a great deal of effort in order to help the family business be successful. 
I have a great deal of confidence in my ability to successfully manage the family business. 
note: all questions were used in Venter et al.’s (2005) willingness to take over assessment. 
3.3.3. Business condition section.  
The longevity of business, firm size regarding number of full-time employees and business 
performance were included in this section to measure business condition. 
3.3.4. Leadership mindset scale.  
The affective-identity motivation-to-lead (AIMTL) scale of Hogan G. (2012) was used to measure 
leadership mindset of the potential successor. The scale was modified from the Chan K., Drasgow F. (2001). 
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Three questions, shown in Table 2, were proposed for this scale. The result of Hogan G. (2012) research 
suggested that this scale was reliable with Cronbach’s alphas of .898.  
Table 2. Survey questions for successor leadership mindset 
I prefer being a leader than a follower when working in the family business. 
I am definitely not a leader by nature. 
I am not reluctant to be the leader of a group. 
note: all questions were used in Hogan G. (2012) motivation to lead assessment. 
3.3.5. Rewards from the business scale.  
The rewards from the business scale was divided into two section: non-monetary rewards and 
monetary rewards. The scale was based on instruments from Hewitt et al.’s (2012). The instruments 
measured perception of potential successor towards family succession values regarding both monetary 
reward and non-monetary reward. Reliability and validity of this instrument have not been fully 
demonstrated. Five questions, shown in Table 3, were proposed for this scale. 
Table 3. Survey questions for rewards from business 
Non-Monetary rewards from business 
Opportunities offered in the family business are more challenging than anywhere else. 
Work in the family business provides me to future career advancement. 
My best career option is to be employed in the Family Business. 
Monetary rewards from business 
I will earn a higher income being employed in the Family Business than I will get anywhere else. 
By being part of the Family Business I ensure my inheritance in the Family Estate. 
note: all questions were introduced in Hewitt et al.’s (2012). 
3.3.6. Professional readiness scale.  
The professional readiness scale measured two variables: professional readiness from work 
experience and professional readiness from formal education. The scale was utilized from the preparation 
level of the successor scale of Venter et al. (2005). In this study, the scale was developed based on the 
literature and previous empirical studies which achieved reliability, with Cronbach’s alphas ranging 
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from .577 to .601. Four questions, shown in Table 4, were proposed for this scale. 
Table 4. Survey questions for rewards from business 
Professional readiness from work experience 
I have relevance work experience that prepared me to take over the family business. 
My work experience gave me a greater sense of confidence in my ability to lead the family business. 
Professional readiness from formal education 
My academic qualification prepared me to take over the family business. 
My formal educations could be applied usefully to the family business. 
note: all questions were modified from Venter et al. (2005) preparation level of the successor scale. 
3.3.7. Family business commitment scale.  
The family business commitment scale assessed three bases of commitment: affective commitment, 
normative commitment, and continuance commitment. The scale comes from Dawson et al. (2015) which 
was modified the commitment scale of Meyer et al. (1993). Dawson et al.’s (2015) research found this 
scale to be reliable and valid, with Cronbach’s alphas ranging from .59 to .73. There were six questions, 
as shown in Table 5 proposed to evaluate three bases commitment (two each). 
Table 5. Survey questions for family business commitment 
Affective commitment 
I feel as if my family business’ problems are my own. 
My family business has great personal meaning for me. 
Normative commitment 
I would feel guilty if I did not pursue a career with my family business. 
Even if it were to my advantage, I do not feel it would be right to leave my family business now. 
Continuance commitment 
It would be very hard for me to leave my family business, even if I wanted to. 
I feel that I have too few options to consider a career outside my family business. 
note: all questions were used in Dawson et al. (2015) commitment assessment. 
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3.3.8. Family relationship scale.  
The family relationship scale of Maciel et al. (2015) was used to measure family cohesion and 
family adaptability. In this research, Cronbach’s alphas ranging from .785 to .796 was achieved. Four 
questions in Table 6 was chosen to assess family cohesion and family adaptability (two each). 
Table 6. Survey questions for family relationship 
Family cohesion 
Family members like to spend their free time with each other. 
Family members go along with what the family decides to do. 
Family adaptability 
Our family members communicated openly with each other. 
It is easy for all family members to express their opinions. 
note: all questions were used in Maciel et al. (2015) family relationship assessment. 
Section 4. DATA COLLECTION 
This study was conducted by issuing an online survey on Google Forms to potential successors in 
Thailand. To collect data, the link of the electronic survey was sent electronically to all sample population. 
An introduction describing the purpose of the research was also included on the first page of the 
questionnaire. Data collection began on May 9, 2017, and concluded on May 19, 2017. Consequently, total 
received survey information was converted into an Excel database. Due to the snowball sampling method, 
a response rate was unable to calculate, an absolute number of potential successors who received the 
survey link was remained unknown. 
Section 5. DATA ANALYSIS 
Upon data collection completion, SPSS statistics were used to for statistical analysis. To test the 
reliability of the data, Cronbach’s alpha was calculated for each measured variable. Descriptive statistics 
of the sample population such as percentages, frequencies and standard deviations etc. were calculated to 
profile the demographics characteristics of potential successors and their family business characteristics. 
To identify statistically significant correlations and differences between gender, univariate analysis was 
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investigated using independent sample t-test.  
The research questions and the corresponding hypotheses were tested using both bivariate and 
multivariate statistical analyses. Research question RQ1 was tested for correlations willingness to take 
over and following hypothesized factors: business condition, leadership mindset, rewards from family 
business, professional readiness and family business commitment to ensure that those hypothesized factors 
were significantly related to the willingness to take over. Consequently, a multiple regression analysis was 
tested to identify that hypothesized factors significantly have impact on the willingness to take over when 
considering the willingness to take over as a dependent variable. To examine multi-collinearity among 
independent variables, tolerance and variance inflation factor (VIF) were also measured. 
To address Research question RQ2, correlation analysis was conducted to examine the relationship 
between family relationship and three bases of commitment to family business: affective commitment, 
normative commitment and continuance commitment. 
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CHAPTER 4. RESULT OF THE STUDY 
There were 165 respondents participating in the survey. 125 respondents answered that their 
families operate a family business. However, 12 of 125 respondents reported that they are the founder of 
the family business which did not meet a criterion that respondents are required to be a potential successor. 
So, they were removed from the result. In total, there were 113 respondents remained for data analysis. 
Section 1. TEST OF RELIABILITY 
A Cronbach’s alpha was used to assess the reliability of various variables. Overall results were 
found to be reliable with Cronbach’s alpha of: (1) Willingness to take over .871; (2) Non-monetary reward 
from business .880; (3) Monetary reward from business .747; (4) Professional readiness from work 
experience .775; (5) Professional readiness from formal education .721; (6) Affective commitment to 
family business .718; (7) Normative commitment to family business .878 and (8) Family relationship .854. 
The leadership mindset scale had a Cronbach’s alpha of .464 which was lower than a standardized 
threshold of .700. Therefore, one from three questions was removed. The Cronbach’s alpha was improved 
to be .700. Continuance commitment to family business scale also had a relatively low Cronbach’s alpha 
of .540. Besides, there were only 2 questions measured this variable. Since this variable is crucial for 
hypotheses testing, the results from those 2 questions were used for the data analysis.  
Section 2. DESCRIPTIVE STATISTICS 
Table 7 describes descriptive information of potential successors including gender, age, sibling 
numbers and education etc. From the result, majority of the respondents (68 respondents, 60.2% of the 
sample population) were female. Respondents age range from 18-56 years old, with 24% of total 
respondents between the age of 18 and 25 years old, 81% between 26 and 35 years old, 7% between 36 
and 45 years old and only one respondent was over 45 years old, implying that most of potential successors 
of family business in Thailand are relatively young. However, this dominant age of 26-35 posed a great 
opportunity to understand what influence this generation to take over their family business.  
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Table 7. Potential successor profile   
Variable Respondents 
N=113 Percent 
Gender   
Male 45 39.8 
Female 68 60.2 
Age   
18-25 24 21.2 
26-35 81 71.7 
36-45 7 6.2 
> 45  1 0.9 
Sibling number   
0 6 5.3 
1 33 29.2 
2 43 38.1 
3 24 21.2 
≥ 4 7 6.2 
Highest level of education   
Bachelor degree 62 54.9 
Master degree 50 44.2 
Doctoral degree 1 0.9 
Work experience   
< 1 year 16 14.2 
1-5 years 77 68.1 
6-10 years 12 10.6 
10-15 years 7 6.2 
> 15 years 1 0.9 
Work for family business   
Yes 43 38.1 
No 70 61.9 
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There were 77 respondents (68.1% of the sample population) reported that they had 1-5 years’ 
work experience, while the second largest number of 14.2% had lower than a year of work experience. 
Only 43 respondents (38.1% of the sample population) currently working for their family business. 
Besides, it was evidenced that most of respondents have siblings. Only 5.3% (6 respondents) are an only 
child in the family. A highest education level of potential successors was examined to find whether 
education level is necessary for family business management in incumbents or successors’ point of view. 
The result revealed that respondents generally tended to be well-educated and completed at least college 
degree, 54.9% hold a bachelor degree while 44.2% hold a master degree. There was one respondent had 
attained a doctoral degree. This implies that formal education is rather important for Thai family business 
society. 
Descriptive statistics of family business information were also calculated to understand the family 
business characteristics. Table 8 provides descriptive information of family business ownership generation. 
The majority of respondents (65 respondents, 57.5% of the sample population) reported that their family 
businesses are currently managed by the first generation of family business ownership implying that they 
were the children of the founder. This was followed by the second generation of family business ownership 
(38 respondents, 33.6%) and then by the third generation of family business ownership (10 respondents, 
8.8%). This generation of ownership statistic was comparable to successful transition rate in the past 
researches (Kets de Vries 1993; Ward 1987). 
Table 8. Family business ownership generation 
Variable Respondents 
N=113 Percent 
Ownership generation   
1st 65 57.5 
2nd 38 33.6 
3rd 10 8.8 
 
All industrial types of respondents’ family businesses were classified. Table 9 represents 
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descriptive information of the industrial types associated with the sample of potential successors’ family 
businesses. The result showed that there were respondents who answered more than one industry implying 
that some family businesses in this study were operating more than one business. There were also various 
of industries that the family businesses were involved. Wholesale trade (20.0%), were found to be the most 
prevalent industry classifications of this sample population, followed by retail trade (18.8%) and 
manufacturing (18.2%). Accommodations and food services industry came the fourth at 10.9%. The rest 
was dispersed into agriculture (8.5%), real estate, rental and leasing (7.9%), construction (7.3%), finance 
and insurance (2.4 %), and other industries (6.0%) 
Table 9. Family business classifications   
Variable Respondents 
N=113 Percent 
Type of business   
Wholesale trade  33 20.0 
Retail trade   31 18.8 
Manufacturing 30 18.2 
Accommodations and food services 18 10.9 
Agriculture 14 8.5 
Real estate, rental and leasing 13 7.9 
Construction 12 7.3 
Finance and insurance 4 2.4 
Other 10 6.0 
 
Table 10 shows descriptive information of business condition regarding business size, longevity of 
business, and business performance. Business size was evaluated by the number of full-time employees. 
The result shows that family businesses from sample group are mainly small-medium sized enterprises 
where 72.6% represents small-sized companies. Only 8 respondents (7.1%) notified that they have more 
than 200 full-time employees. Business longevity was relatively dispersed. It is generally ranging from 10 
to 39 years that family businesses of respondents have been operated. There is only 3.5% of the sample 
30 
population that were at the early stage of operation (0-9 years). Business performance were also asked to 
indicate how participant perceived their business profitability. The result implies that most of family 
businesses are still profitable. Yet, there were 20 participants reported that their businesses did not perform 
well. Business size, longevity and performance are further analyzed as business condition to investigate 
the determinants that influence willingness of the potential successor to take over family business. 
Table 10. Family business condition   
Variable Respondents 
N=113 Percent 
Business size (Employees)   
1-50 82 72.6 
51-100 14 12.4 
101-150 3 2.7 
151-200 6 5.3 
>200 8 7.1 
Business longevity (Years)   
0-9 4 3.5 
10-19 25 22.1 
20-29 39 34.5 
30-39 38 33.6 
≥40 7 6.2 
Business performance   
Very poor 1 0.9 
Poor 19 16.8 
Acceptable 54 47.8 
Good 37 32.7 
Very good 2 1.8 
 
The respondents were requested to rate the statements that assessed willingness to take over family 
business and other related variables on a 5 point Likert scale where: 1 – strongly disagree; 2 – disagree; 3 
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– Neither Agree nor Disagree; 4 – agree; 5 – strongly agree. Table 11 displays mean and standard deviation 
statistics for each of the researched variable used in data analysis. Mean scores represent the average of 
total responses. The mean implies the degree that respondents agreed with the questions which based on 
5 point Likert scale from strongly agree to strongly disagree.  
Means of measured variables illustrates that the majority of respondents do not feel extremely, 
agree or disagree on their willingness to take over, leadership mindset, perceived reward from business, 
professional readiness, commitment to family business, and family relationship. Mean score of willingness 
to take over indicated that majority of potential successors would like to take over their family business. 
It is also interesting that the respondents have relatively high leadership mindset and affective commitment 
to their family businesses. Besides, the result shows that relationship within family of the sample 
population is quite good. On the other hand, the business condition average score is surprisingly low. 
Business condition variable is calculated averagely from business size, longevity and business 
performance. Accordingly, low average score is probably caused by the dominated small-sized business, 
which is scored as 1.  
Table 11. Mean and Standard Deviation for each Variable 
  Mean Std. Deviation 
Willingness to take over 3.766 0.802 
Business condition 2.655 0.612 
Leadership mindset 3.819 0.662 
Non-monetary reward from business 3.416 0.943 
Monetary reward from business 3.319 0.971 
Professional readiness from work experience 3.363 0.833 
Professional readiness from formal education 3.708 0.740 
Affective commitment to business 4.022 0.733 
Normative commitment to business 3.584 1.033 
Continuance commitment to business 3.062 0.914 
Family relationship 3.841 0.766 
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Section 3. UNIVARIATE ANALYSIS 
In order to understand some of statistically significant differences in willingness to take over and 
hypothesized influencing factors between male respondents and female respondents, an independent 
sample t-test was conducted by categorizing male and female as independent groups. 
As show in Table 12, the result indicates that there was a statistical significant difference (p < 0.05) 
in the mean values between perceptions of male and female potential successor regarding professional 
readiness from work experience (p = .034). Whereas, there is no significantly differences between male 
and female potential successors on willingness to take over and other motivating variables. 
Table 12. Independent Samples T-test: Differences in male and female potential successors 
T-test for Equality of Means 






Willingness to take over -0.371 111 0.712 -0.05735 0.15471 
Leadership mindset -0.627 111 0.532 -0.0799 0.1275 
Non-monetary reward from 
business 
-0.328 111 0.744 -0.05969 0.18201 
Monetary reward from business 0.625 77.394 0.534 0.1232 0.1971 
Professional readiness from work 
experience 
-2.151 111 0.034 -0.3387 0.1575 
Professional readiness from formal 
education 
0.222 111 0.825 0.0317 0.1428 
Affective commitment -1.05 111 0.296 -0.1479 0.1408 
Normative commitment 0.609 111 0.544 0.1212 0.199 
Continuance commitment -0.044 111 0.965 -0.0078 0.1764 
Family relationship 0.145 111 0.885 0.02149 0.14789 
 
Table 13 illustrates the comparison of mean and standard deviations between male and female 
regarding professional readiness from work experience score. As shown in the result, mean score of male 
respondents in professional readiness for family business attained from work experience is higher than 
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that of female respondents. The interpretation from this finding is male potential successors in this sample 
population felt more confident than female potential successors that their work experience could prepare 
them to be ready for professional position in family business. 
Table 13. Mean and Standard Deviation of Gender and Professional readiness from work experience 
 Gender N Mean Std. Deviation 
Professional readiness from work experience 
Female 68 3.228 0.8124 
Male 45 3.567 0.8298 
 
Section 4. CORRELATION ANALYSIS  
4.4.1. Relationship between willingness to take over and related variables 
Research question RQ1 asked, “What are the factors influencing willingness of potential 
successors to take over family business?”. To investigate, hypotheses 1 to hypothesis 9 were tested by 
using the Pearson product-moment correlation coefficient to examine relationship between dependent 
variable: willingness to take over and following independent variables: business condition, leadership 
mindset, rewards from family business, professional readiness and family business commitment.  
Table 14 outlines the result of Pearson’s correlation test between willingness to take over and 
hypothesized influencing variables. At a p < .01 (2 tailed), generally, all related variables appeared to have 
a positive relationship with willingness to take over. Relationships between willingness to take over and 
following variables: leadership mindset, non-monetary reward, monetary reward, professional readiness 
from work experience, professional readiness from formal education, affective commitment, normative 
commitment and continuance commitment, were found to be statistically significant, whereas, there was 
no statistical significance on relationship between willingness to take over and business condition. Among 
all statistically significant relationships between willingness to take over and independent variables, non-
monetary reward has the highest positive coefficient at .698, followed by monetary reward at .620 and 
affective commitment at .597. Normative commitment, professional readiness from work experience, 
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leadership mindset, and continuance commitment have moderately great positive relationship with 
willingness of potential successor to take over at correlation coefficient .563, .545, .529, and .451 
respectively. Other than the lowest correlation coefficient of business condition at .123 which lack of 
statistical significance, professional readiness from formal education was the second lowest with 
correlation coefficient at .401 with statistical significance. 
Table 14. Pearson’s correlation coefficients between willingness to take over and influencing variables 
 BC LEAD NMRE MRE WPR EPR AC NC CC 
Willingness to 

















** Correlation is significant at the 0.01 level (2-tailed). 
*Business condition (BC), Leadership mindset (LEAD), Non-monetary reward (NMRE), Monetary reward 
(MRE), Professional readiness from work experience (WPR), Professional readiness from formal education 
(EPR), Affective commitment (AC), Normative commitment (NC), Continuance commitment (CC) 
 
This implies that the three main factors that have strong relationship with motivation of Thai 
potential successors to assume management position in their family businesses are: (1) non-monetary 
rewards such as personal need alignment, career interest, or opportunity, (2) monetary rewards or financial 
payoffs and (3) affective based commitment towards family business. Likewise, leadership characteristic, 
professional readiness either from work experience or formal education, and normative and continuance 
commitment tend to affect the motivation of next generation member to join family firm. On the other 
hand, business condition is not significantly related the willingness of Thai potential successors to take 
over family businesses. The results of this correlation matrix supported hypothesis 2 to hypothesis 9. 
However, due to a lack of statistical significance, hypothesis 1 was rejected. 
4.4.2. Relationship between family relationship and three bases commitment 
Research question RQ2 asked, “Does family relationship have a positive relationship to 
commitment to family business?”. Therefore, relationships between family relationship and each type of 
commitment: affective commitment, normative commitment, and continuance commitment were assessed 
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by analyzing the Pearson product-moment correlation coefficient to confirm hypothesis 10 to 12. 
As shown in Table 15, at a p < .01 (2 tailed), family relationship has positive relationship to all 
types of commitment. Yet, only correlation between family relationship and affective commitment was 
confirmed to be statistically significant at moderate correlation coefficient (.330). On the contrary, even if 
the correlation coefficient between family relationship and continuance commitment was small at .172, 
there was no statistical significance. Considering relationship between family relationship and normative 
commitment, it was deficient in statistical significance with a slight correlation coefficient at only .044. 
The finding indicated that affective based commitment to family business of the potential 
successors could be considerably persuaded by family relationships. In other words, it is anticipated that 
Thai potential successor who have deep relationship within family in terms of both family cohesion and 
family adaptability seemingly experiences affective commitment to family business. On the contrary, 
family relationship has no impact on either normative commitment and continuance commitment. This 
was different from existed empirical study which noted that normative commitment was oriented by family 
relationship and family expectations (Dawson et al., 2015). Based on the correlation matrix results, 
hypothesis 10 was confirmed, nevertheless, hypothesis 11 and hypothesis 12 was not supported. 









Family relationship 1    
Affective commitment  .330** 1   
Normative commitment  .044 .487** 1  
Continuance commitment  .172 .324** .640** 1 
** Correlation is significant at the 0.01 level (2-tailed). 
 
Section 5. REGRESSION ANALYSIS 
To further address research question RQ1, “What are the factors influencing willingness of 
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potential successors to take over family business?”, and test corresponding hypotheses, the relevant results 
from the multiple regression analysis were used to test for the combined influence of proposed independent 
variables on willingness of the potential successor to take over family business. Multiple regression gives 
an approach to assess the contributions of independent variables to a dependent variable. Therefore, 
business condition, leadership mindset, non-monetary reward from business, monetary reward from 
business, professional readiness from work experience, professional readiness from formal education, 
affective commitment to business, normative commitment to business, and continuance commitment to 
business, were entered as independent variables; willingness to take over was used as a dependent variable.  
From the result shown in Table 16, the model shows a goodness of fit statistic as indicated by the 
coefficient of multiple determination (R2) with a value of .685. This indicated that 68.5 percent of the 
variance in willingness of the potential successors to take over family business can be explained by those 
input independent variables. 
Table 16. Regression model Summary 
Model R R Square 
Adjusted R 
Square Std. Error of the Estimate 
1 .827a 0.685 0.657 0.46969 
a. Predictors: (Constant), Business condition, Leadership mindset, Non-monetary reward from business, 
Monetary reward from business, Professional readiness from work experience, Professional readiness from 
formal education, Affective commitment to business, Normative commitment to business, Continuance 
commitment to business 
 
ANOVA analysis was used to investigate the credence of the relationship between independent 
variables and willingness to take over. As shown in Table 17, the Sig. rate was lower than 0.05 confirming 
that the result was significant. This represented that a regression model could illustrate changes in the 




Table 17. ANOVA result 
Model 
Sum of 
Squares df Mean Square F Sig. 
Regression 49.312 9 5.479 24.836 .000b 
Residual 22.723 103 0.221     
Total 72.035 112       
a. Dependent Variable: Willingness to take over 
b. Predictors: (Constant), Business condition, Leadership mindset, Non-monetary reward from business, 
Monetary reward from business, Professional readiness from work experience, Professional readiness from 
formal education, Affective commitment to business, Normative commitment to business, Continuance 
commitment to business 
 
From correlation analysis result on previous section, it was found that all proposed independent 
variables excluding business condition variable were significantly related with willingness to take over. 
However, when willingness to take over was regressed on all independent variables, the regression analysis 
result appeared to have some differences from correlation analysis result.  
Table 18 represents regression analysis result for the nine hypotheses in research question RQ1. 
The result illustrated that relationship between willingness to take over and business condition was not 
significant (p > .05). In contrast, leadership mindset was found to have significant positive impact on 
willingness to take over (beta = .200, p < .05). Considering non-monetary rewards from business predictor, 
willingness to take over was also significantly influenced by this predictor (beta = .269, p < .05). On the 
other hand, at significance level, monetary rewards from business was not related to willingness to take 
over (p > .05). For professional readiness determinants, professional readiness from work experience 
indicated a significant positive relationship to willingness to take over (beta = .190, p < .05), while 
professional readiness from formal education did not (p > .05). With regards to three bases of commitment, 
only affective emerged as a significant positive predictor of willingness to take over (beta = .262, p < .05). 
Whereas, normative commitment and continuance commitment did not influence willingness to take over 
at significance level (p > .05). 
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Error Beta t Sig. Tolerance VIF 
(Constant) -0.294 0.366  -0.804 0.423   
Business condition 0.019 0.075 0.015 0.259 0.796 0.946 1.057 
Leadership mindset 0.243 0.092 0.200 2.638 0.010 0.531 1.882 
Non-monetary reward 
from business 
0.228 0.083 0.269 2.750 0.007 0.321 3.118 
Monetary reward from 
business 
0.082 0.077 0.100 1.066 0.289 0.351 2.851 
Professional readiness 
from work experience 
0.183 0.070 0.190 2.625 0.010 0.583 1.715 
Professional readiness 
from formal education 
-0.045 0.077 -0.042 -0.590 0.556 0.61 1.64 
Affective commitment 0.287 0.074 0.262 3.877 0.000 0.671 1.491 
Normative commitment 0.101 0.066 0.130 1.522 0.131 0.418 2.394 
Continuance commitment 0.021 0.065 0.024 0.323 0.747 0.551 1.814 
a. Dependent Variable: Willingness to take over   
 
According to regression analysis result, it was found that among independent variables, non-
monetary rewards from family business had the highest impact on the willingness of the potential 
successors to take over family business. Affective commitment to business was accounted as the second 
rank of hypothesized variables that influence willingness to take over, having slightly less impact than 
non-monetary rewards from business following by determinants of leadership mindset and professional 
readiness from work experience respectively. Therefore, four hypotheses out of nine hypotheses in 
research question RQ1 received a strong support (hypothesis 2, 3, 5, and 7). 
These findings from regression analysis were significantly different from what were found from 
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correlation analysis. The critical differences were that four variables: monetary rewards from business, 
professional readiness from formal education, normative commitment, and continuance commitment that 
were confirmed to be significantly and positively related to willingness to take over in the result of 
correlation analysis which supported hypotheses (hypothesis 4,6,8, and 9) turned to be rejected at 
significance level in the result of regression analysis. The difference findings of the four independent 
variables between bivariate and multivariate analyses were probable caused by multi-collinearity, which 
alter the stability of a regression model. 
Multi-collinearity is a phenomenon in which two or more independent variables in a multiple 
regression model are highly correlated. Tolerance value and variance inflation factor (VIF) was measured 
to examine multi-collinearity in this regression model. As can be seen in Table 18, tolerance values of all 
independent variables were not lower than .2. Moreover, the highest value of variance inflation factor 
(VIF) among independent variables was 3.119, which was not exceeded 5. Therefore, it was concluded 
that strong multi-collinearity was not presence in this regression model. The stability of a regression model 
was acceptable. However, the result showed that non-monetary reward from business, monetary reward 
from business, and normative commitment had relatively high VIF value at 3.118, 2.851, and 2.394 
respectively. As a result, multi-collinearity was yet suspected to occur among those independent variables. 
Therefore, correlation between independent variables were further analyzed. 
Table 19 illustrates a result of Pearson product-moment correlation coefficient between 
independent variables in a regression model. From the result, it was found that non-monetary reward was 
highly and significantly correlated, not only to monetary reward at coefficient value of .782, but also to 
normative commitment at coefficient value of .601. These correlation coefficients values were even higher 
than correlation coefficients values between willingness to take over and those two determinants: monetary 




Table 19. Pearson’s correlation coefficients among research variables 
 WTO BC LEAD NMRE MRE WPR EPR AC NC CC 
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** Correlation is significant at the 0.01 level (2-tailed). 
* Correlation is significant at the 0.05 level (2-tailed). 
 
There were other findings related to other two variables: professional readiness from formal 
education and continuance commitment, which also had different results between correlation and 
regression analysis in regard to relationship with willingness to take over. Correlation result between each 
independent variable indicated that professional readiness from formal education was more significantly 
related to leadership mindset (at coefficient value of .547) and professional readiness from work 
experience (at coefficient value of .510) than willingness to take over (at coefficient value of .401). A 
similar outcome was also appeared in correlation result of continuance commitment and other variables. 
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A relationship between continuance commitment and willingness to take over (at coefficient value of .451) 
was apparently less than relationships between continuance commitment and normative commitment (at 
coefficient value of .640), monetary reward (at coefficient value of .521), and non-monetary reward (at 
coefficient value of .503). 
The mentioned findings from correlation result between researched variables in Table 19 probably 
be the major reason why some significant relationships between dependent variable, willingness to take 
over, and hypothesized independent variables from correlation analysis obviously changed when those 
independent variables were regressed on a regression model. Even though, the multi-collinearity examined 
by tolerance and VIF values did not totally affect a whole regression model, it still had a significant impact 
individually on some independent variables (monetary rewards from business, professional readiness from 
formal education, normative commitment, and continuance commitment). 
Section 6. HYPOTHESES SUMMARY 
To answer research question RQ1, the hypothesis 1-9 were proposed to determine factors that 
influence the willingness of potential successors to take over family business. The hypotheses were tested 
using the Pearson product-moment correlation coefficient to find individual relationships between 
hypothesized factors and the willingness to take over. Consequently, the hypotheses were further tested to 
assess the impact of those factors on willingness to take over, considering willingness to over as a 
dependent variable. To answer research question RQ2, the hypothesis 10-12 were proposed to assess the 
relationship between family relationship and three bases of commitment using the Pearson product-
moment correlation coefficient to test the hypotheses.  
The following is the summary of tested hypotheses. 
RQ1. What are the factors influencing willingness of potential successors to take over family 
business? 
Hypothesis 1 was rejected, indicating that the relationship between business condition and the 
willingness of potential successors to take over family business was not statistically significant. Business 
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condition also did not appear to influence the willingness of potential successors to take over family 
business. 
Hypothesis 2 was supported, evidencing that leadership mindset has a positive impact on the 
willingness of potential successors to take over family business in this empirical study. Leadership mindset 
appeared to be significantly related to and influence the willingness of potential successors to take over 
family business.  
Hypothesis 3 was supported, resulting that non-monetary rewards from the business has a 
positive impact on the willingness of potential successors to take over family business. Non-monetary 
rewards from the business was found to be positively related to, and influence the willingness of potential 
successors to take over family business. 
Hypothesis 4 was partially supported. Although there was a statistically significant positive 
relationship between monetary rewards from the business and the willingness of potential successors to 
take over family business. Monetary rewards from the business did not appear to influence the willingness 
of potential successors to take over family business in the regression model. 
Hypothesis 5 was supported, indicating that professional readiness from work experience has a 
positive impact on the willingness of potential successors to take over family business. Professional 
readiness from work experience was not only significantly related to, but also influence the willingness of 
potential successors to take over family business. 
Hypothesis 6 was partially supported. Even though, there was a statistically significant positive 
relationship between that professional readiness from formal education and the willingness of potential 
successors to take over family business. Professional readiness from formal education was not found to 
have impact on the willingness of potential successors to take over family business in the regression model. 
Hypothesis 7 was supported, showing that affective commitment to family business has a positive 
impact on the willingness of potential successors to take over family business. Affective commitment was 
evidenced to be significantly related to, and influence the willingness of potential successors to take over 
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family business. 
Hypothesis 8 was partially supported. There was a statistically significant positive relationship 
between that normative commitment to family business and the willingness of potential successors to take 
over family business. However, normative commitment did not significantly influence the willingness of 
potential successors to take over family business in the regression model. 
Hypothesis 9 was partially supported. There was a statistically significant positive relationship 
between that continuance commitment to family business and the willingness of potential successors to 
take over family business. Yet, continuance commitment did not significantly have impact on the 
willingness of potential successors to take over family business in the regression model. 
Hypothesis 10 was supported, representing that the family relationship is positively related to 
affective commitment to family business. 
RQ2. Does family relationship have a positive relationship to commitment to family business? 
Hypothesis 11 was rejected, indicating that the relationship between family relationship and 
normative commitment to family business was not statistically significant. 
Hypothesis 12 was rejected, resulting that the relationship between family relationship and 
continuance commitment to family business was not statistically significant. 
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CHAPTER 5. CONCLUSION 
Several researches have been suggested that the willingness of the successor to take over the 
business is a critical factor that influences both the satisfaction with the succession process and the 
continued profitability of the business (e.g. Sharma, 2004; Sharma et al., 1997; Venter et al., 2005; Dumas 
et al., 1995; Stavrou, 1999). Therefore, it was important to understand the reasons or factors attributed to 
the motivation of successors to pursue career in family firms. This study was conducted towards 
developing and empirically testing a conceptual model of the factors influencing the willingness of 
potential successor to take over family business and to determine relationship between family relationship 
and commitment to family business. To achieve the objective, a conceptual model of the willingness to 
take over was developed by drawing together factors suggested in the literature. Nine determinants of the 
willingness to take over was hypothesized in the designed model. These were: (1) Business condition, (2) 
Leadership mindset, (3) Non-monetary rewards from business, (4) Monetary rewards from business, (5) 
Professional readiness from work experience, (6) Professional readiness from formal education, (7) 
Affective commitment to family business, (8) Normative commitment to family business, and (9) 
Continuance commitment to family business. It was hypothesized that these factors have a positive impact 
on the willingness to take over. Furthermore, family relationship and commitment to family business were 
hypothesized to be positively related. 
To validate a conceptual model, a questionnaire was developed and sent to potential successors in 
Thailand. Qualifying criteria for the participants were that the participants have to be a potential successor 
whose family own a business regardless the number of successors within each family business who meet 
the definition of a potential successor or business conditions. Out of 165 participants who responded the 
survey, there were 113 respondents who met the qualification. 
The accumulated data was subjected to various statistical analyses included reliability analysis (for 
scale construction), descriptive statistics (for profiling potential successor and family business 
demographics), independent sample t-test (for testing the differences between gender), correlation (for 
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testing the developed hypotheses), and multiple regression (for testing the developed hypotheses). The 
results of hypotheses testing are summarized in Figure 2.  
 
Figure 2: Results of hypotheses testing for data set of potential successors in Thailand. 
 
 
Section 1. PRINCIPAL FINDINGS 
The following are the principal findings of this study: 
1. The difference toward professional readiness from work experience between gender: From the 
empirical study, it was noted that male potential successors believe that their work experience would 
prepare them to be ready for managing their family businesses while female potential successors had 
less confidence about their professional readiness from work experience. 
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family regarding family cohesion and family adaptability was found to be moderately and positively 
related to affective commitment at significance level (r = .330). Yet, there was no significant 
relationship between family relationship and other two bases commitment: normative commitment 
and continuance commitment, despite these two bases commitment were significantly related to 
affective commitment. Lansberg and Astrachan (1994) suggested that the family relationship in terms 
of family cohesion and adaptability was related to family’s commitment to business, which 
significantly affect to quality of owner’s and successor’s relationship. The finding of this study was 
unlike Dawson et al. (2015)’ which noted that normative commitment was induced by family 
orientation. On the contrary, in this study, it was noticeable that only affective commitment to family 
business was slightly influenced by family relationship. Affective commitment reflects how much the 
successor interest and desire to contribute to the family firm. The interest and desire to pursue career 
in family business could be induce by good family relationship. In other words, the potential 
successors could be interested and feel involved in the family business if their parents usually share 
their opinions and discuss with them regarding family business matters. 
3. Most important factors influencing the willingness of potential successors to take over the business: 
The four primary factors for the potential successors to success family business based on the results 
of multiple regression and correlation are: 
[1] Non-monetary rewards from family business (beta = .269, r = .698) 
[2] Affective commitment to family business (beta = .262, r = .597) 
[3] Leadership mindset of potential successor (beta = .200, r= .529) 
[4] Professional readiness from work experience (beta = .190, r = .545) 
The other four factors: monetary rewards, normative commitment, continuance commitment, and 
professional readiness from formal education were not found to be significantly influence the willingness 
to take over, yet have significantly relationship with the willingness to take over. On the other hand, there 
was no association between business condition and the willingness to take over. 
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These results suggested several interesting findings. First, monetary rewards from business did not 
have directly impact on willingness to take over. The result was relatively similar to Sharma (1997)’s study 
which found that the propensity of the successor to take over was influenced by career interests and was 
not motivated by payoffs from business. However, in this study, monetary rewards factor was found to be 
highly related to both willingness to take over and non-monetary rewards from business. Non-monetary 
rewards included career interests and opportunities and personal needs, while monetary rewards regarded 
any financial values gained when the potential successors decide to pursue their career in family business. 
Therefore, the results suggested that both alignment of career interests and financial benefits seem to be 
crucial for the motivation of Thai potential successors to lead their family businesses. This finding 
supported Dumas et al. (1995) and Morris et al. (1996) which suggested that the two main reasons of the 
successors for joining family business were career opportunity and financial need. 
Second, among three bases commitment, affective commitment played the most important role on 
the willingness to take over. Potential successors who experienced high affective commitment tended to 
be willing to lead family business. This might be because affective commitment was also positively related 
to non-monetary rewards. Dawson et al. (2015) suggested that later generation members may develop a 
strong desire to maintain family firm when the business provide opportunities that aligned with their career 
interests which be considered as non-monetary rewards from business in this study. 
The third interesting finding is related to leadership characteristic of potential successors. It was 
empirically confirmed that potential successors with leadership mindset were likely to have high 
motivation to success family business. The reason behind this finding could be that potential successors 
with leadership attitude would gain more confidence and desire to be a leader and manage business. The 
result also supported Hogan (2012)’s study which resulted that next generation members were likely 
motivated to lead by an inner ambition resulting from the satisfaction and pleasure evolving from the fact 
of being a leader. 
The next interesting finding was that compare to formal education, work experience was perceived 
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by Thai potential successors to be more important for preparing them to be ready for professional position 
in family business. Even if, the sample population were highly educated holding at least Bachelor degree 
and had relatively small work experience. While formal education provides the fundamental knowledge 
to successors, work experience provides practical knowledge in the real work life to the potential 
successors. This could be the reason why both potential successors in this study and incumbents in other 
researches (Pongcharoenkul, 2004; Lansberg and Astrachan, 1994) felt that work experience could 
strengthen not only the understanding regarding business management but also the credibility recognized 
by stakeholders. 
Finally, there was a surprising finding related to business condition. There was not any association 
between business condition and willingness to take over found in this study. This implied that no matter 
what business size, longevity and performance are, it has no impact on the motivation of Thai potential 
successors to take over family business. This finding was unexpected as the business condition could 
reflect the rewards from family business the successors could benefit in the future. Besides, it was against 
Stavrou (1999)’s suggestion that a change in business condition may affect a potential successor’s decision 
on business continuity. 
Section 2. IMPLICATIONS OF THE STUDY 
This study not only support findings from existing literature, but it also broadens the 
understandings about the reasons behind the motivation of the potential successors to lead family business. 
The findings from this study indicate the impacts of individual influences and relational influences on the 
willingness to take over, which was considered to be crucial for positive succession experience and 
effectiveness. There are several implications for family business owners. 
One major implication of this study and conceivably the key to increase transition rate of family 
business is the awareness of the needs of potential successors who might become the owner-manager in 
the future. The incumbents should consider the potential successors motivation when developing 
succession planning to encourage them to success family business especially their career interests. Given 
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that the non-monetary rewards, which regarding career interests and opportunities, was found to have the 
greatest impact on the willingness to take over, the owner-manager should keep in mind that the strategic 
planning for family business need to align particularly with expected successors’ interests. Due to the fact 
that business continuity has to rely on the future leader, it is necessary that the successors are willing to 
get involved in organization activities. 
Another implication is understanding the role family relationship plays in nurturing the sense of 
duty and the desire to the potential successor to contribute in family business. As it was found that family 
relationship was positively related to affective commitment to business. Firstly, the family members should 
be able to express their opinions openly. Therefore, it is very important that the owner-manager develop a 
good relationship with their children. With a good relationship within the family, the incumbents will be 
able to share the story about family business to their children. They should provide the potential successors 
with the opportunity to develop fundamental skills and understanding of organizational culture. This will 
form a sense of duty and desire to the potential successors to sustain the family business. Furthermore, 
Pongcharoenkul (2014) suggested that the understanding of organizational culture and tacit knowledge 
help promote successors’ interest in and commitment to the family business.  
It is also important that the incumbents let their children gain work experience both outside and 
inside family business before taking the leadership position in the family business. A potential successor 
without work experience or lacks understanding about their family business can be problematic regarding 
business succession. The work experience not only allows the potential successors to utilize and apply 
their fundamental knowledges from education, but it also allow them to learn the mistake in unpredictable 
reality. It was said that trial and error is an effective way for them to learn how to solve the problems. 
Their work experience will be the teacher teaching them how to deal and behave in the real business world. 
The greater work experience they have, the greater they could learn. The leadership mindset which was 
perceived to be significant for the potential successors to take over business could also be developed from 
work experience. This will not only provide them the management skillsets, but also train them to be ready 
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and confident for leadership position in the future. 
Although monetary rewards, formal education, normative commitment and continuance 
commitment were found to partially influence willingness of the potential successors to take over family 
business, the incumbents should not neglect those factors. This is because these factors still highly affect 
the key factors influencing willingness to take over. For instance, formal education might not be the main 
component that the potential successor need for professional preparation. It yet provides basic knowledges 
required for work life and help the potential successors gain credibility from their coworkers. Accordingly, 
all factors motivating the potential successors to join firm should be closely monitored as the willingness 
to take over is a key determinant to improve the tendency of successful family business succession. 
Section 3. RESEARCH LIMITATIONS 
This study was conducted within several limitations that constrained the interpretation and 
application of the findings. Although family businesses from various industries in Thailand participated 
in this study, a relative small sample size of potential successors from the convenience sampling technique 
(due to the lack of a comprehensive database on family businesses in Thailand) was a limitation of this 
study. The findings could not be considered to be representative of all family businesses in Thailand. 
Therefore, the results from this study should be interpreted and utilized carefully, and the findings 
concerning factors influencing willingness to take over cannot be generalized in all potential successor 
populations.  
Another limitation was the influence of demographic characteristics of the respondents in this study. 
The age and work experience of the sample population were relatively concentrated. However, the impact 
of demographic factors was not taken into account in the data analysis. Therefore, the differences regarding 
influencing factors of willingness to take over among different demographic factors was not compared.  
There were some low reliable variables. Although the overall scale reliability used in this study 
were high at alpha greater than 0.7, low reliability was found in case of continuance commitment. Business 
condition was scored averagely on business size, longevity and performance. However, the business 
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performance was difficult to compare across different industries and different size businesses. Therefore, 
the business performance might be differently scored from different perceptions. In addition, the business 
condition scale did not directly evaluate the perceptions of potential successors towards business condition 
and willingness to take over. Thus, the results of hypotheses that used these variables should be interpreted 
with caution, and attempts should be made to improve these scales. 
Owing to the limitations of the study, the results provide fundamental understandings regarding 
factors influencing willingness of the potential successors to take over the family business based on 
empirical data which can be utilized in future research. 
Section 4. FUTURE RESEARCH 
More comprehensive research is still needed to clarify all the basic aspects of willingness of the 
potential successors to take over family business, to enhance our understanding of this issue. Future 
research should diminish the mentioned limitations, while increasing the volume of quantitative research 
to further explore the successor’s viewpoint regarding family business succession in different industries, 
cultures or countries. More empirical studies from representative samples of family businesses is necessary 
to confirm or argue the suggestions generated from qualitative studies.  
Moreover, a conceptual model developed in this study require further clarification. To illustrate, 
deeper insights regarding how the independent variables in the model interact with one another is essential. 
Future researchers should also examine if the factors cited in this study are affected by demographic factors. 
Additionally, further research should involve the other factors which were not taken into account in this 
study such as ‘trust in the successor’s abilities and intentions’ (Goldberg and Wooldridge, 1993), ‘the 
maturity of the successor’ (Pyromalis and Vozikis, 2009), and etc. further exploration.  
Finally, this study examines the factors influencing willingness of the potential successors to take 
over the family business when the succession has not taken place. Future researchers should examine 
whether or not the influence of these factors differ in the actual successors who already became an owner-
manager in family business. The findings from this additional study would potentially provide a different 
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perspective on the willingness to take over. 
Section 5. SUMMARY 
In summary, this study has expanded the body of knowledge regarding the factors influencing 
willingness of the successors to take over family business. While there are some limitations to the study 
and some unexpected results from this empirical study, the results of the study can be utilized to further 
understand what factors will motivate the potential successors to join firm, thus improving the experience 
and effectiveness of business transition. It is hoped that this empirical study will provide both researchers 
in the family business field as well as the family business owners with interesting findings in the issue of 
family business succession. 
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APPENDIX A. SURVEY INSTRUMENT 
Factors influencing willingness to take over family business Survey  
Instructions Answer questions as they relate to you. For most answers, check the box most applicable to 
you. 
1. Does your family run a business? 
  Yes   No 
2. Are you a founder of a family business? 
  Yes   No 
3. Are you currently working for a family business? 
  Yes   No 
Demographic information 
4. Your Age 




  Other (Please specify) 
5. Your Gender 
  Female   Male 
6. How many siblings do you have (excluding you)? 




  Other (Please specify) 
57 
7. What place do you hold in the birth order? 
  I’m the only child. 
  1st child 
  2nd child 
  3rd child 
  Other (Please specify) 
8. Please indicate your highest level of education?  
  Primary school 
  Secondary school 
  Bachelor’s degree 
  Master’s degree 
  Other (Please specify) 
9. How many years of work experience did you have? 
  Under 1 Year 
  1 - 5 Years 
  6 - 10 Years 
  11 - 15 Years 
  Other (Please specify) 
Business Opportunities 
10. In what kind of business or industry is your family business?  
  Real Estate, Rental & Leasing  
  Accommodation & Food Services 
  Manufacturing 
  Wholesale Trade 
  Retail Trade 
  Finance & Insurance 
  Construction 
  Agriculture 
  Other (Please specify) 
11. Which generation(s) do the current owners represent? 
58 
  Founding generation  
  3rd generation  
  Other (Please specify) 
  2nd generation 
  4th generation 
12. How many years has your family business been operated? 
  0 - 9 years 
  10 - 19 years 
  20 - 29 years 
  30 - 39 years 
  40 years or more 
13. How many full-time employees work for your family company? (Size of business) 
  1 – 50 
  51 – 100 
  101 – 150 
  151 – 200 
  More than 200 
14. How is your family business performance over the past few years? 
  Very Good  
  Good  
  Acceptable  
  Poor  







Description: The respondents rate each statement on a 5-point Likert scale. Each statement will be 
followed by 5 buttons, which will represent the different levels of agreement from Strongly Disagree 












15. It is possible that I success my family 
business. 
     
Willingness to take over 
16. I have a strong desire to take over the 
family business. 
     
17. I am happy to work in the family 
business 
     
18. I am willing to put in a great deal of 
effort in order to help the family 
business be successful. 
     
19. I have a great deal of confidence in my 
ability to successfully manage the 
family business. 
     
Individual influences 
Leadership mindset 
20. I am definitely not a leader by nature.      
21. I am not reluctant to be the leader of a 
group. 
     
Rewards from family business 
22. Opportunities offered in the family 
business are more challenging than 
anywhere else. 
     
23. Work in the family business provides 
me to future career advancement. 

















24. My best career option is to be 
employed in the Family Business. 
     
25. I will earn a higher income being 
employed in the Family Business than 
I will get anywhere else. 
     
26. By being part of the Family Business I 
ensure my inheritance in the Family 
Estate. 
     
Professional readiness 
27. I have relevance work experience that 
prepared me to take over the family 
business. 
     
28. My work experience gave me a greater 
sense of confidence in my ability to 
lead the family business. 
     
29. My academic qualification prepared 
me to take over the family business. 
     
30. My formal educations could be 
applied usefully to the family business. 
     
Relational influences 
Commitment to family business 
31. I feel as if my family business’ 
problems are my own. 
     
32. My family business has great personal 
meaning for me. 
     
33. I would feel guilty if I did not pursue a 
career with my family business. 
     
34. Even if it were to my advantage, I do 
not feel it would be right to leave my 

















family business now. 
35. It would be very hard for me to leave 
my family business, even if I wanted 
to. 
     
36. I feel that I have too few options to 
consider a career outside my family 
business. 
     
Family relationship 
37. Family members like to spend their 
free time with each other. 
     
38. It is easy for all family members to 
express their opinions. 
     
39. Our family members communicated 
openly with each other. 
     
40. Family members go along with what 
the family decides to do. 
     
 
 
 
 
